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ABSTRACT 
This study examines the relationship between intrinsic and extrinsic motivation and their impact on employee 

commitment at Alex Ekwueme Federal University Ndufu-Alike (AE-FUNAI), Nigeria, with a focus on 

affective, normative, and continuance commitment. Grounded in Self-Determination Theory (SDT) and Meyer 

and Allen’s Three-Component Model of Commitment, the study addresses the problem of declining employee 

engagement and retention in the Nigerian higher education sector. The research utilized a cross-sectional survey 

design, employing a validated questionnaire to gather data from 241 staff members. Results show that intrinsic 

motivation, driven by personal growth and job satisfaction, significantly enhances affective commitment, 

fostering emotional attachment and engagement. Conversely, extrinsic motivation, such as financial incentives 

and job security, predominantly influences continuance commitment, with employees staying due to the 

perceived costs of leaving. Normative commitment is shaped by both intrinsic and extrinsic factors, supported 

by organizational culture and transformational leadership. The study concludes that a balanced motivational 

approach, addressing both emotional and practical employee needs, is essential for improving retention and 

performance. Future research should explore longitudinal designs and the role of personality traits in 

motivation-commitment dynamics. 

Keywords:Intrinsic motivation, extrinsic motivation, organizational commitment, employee retention, higher 

education 

 

I. INTRODUCTION 
Motivation and organizational commitment are 

fundamental drivers of employee engagement and 

organizational success, forming a synergistic 

relationship that influences productivity and overall 

performance. Research highlights that motivation is 

pivotal in enhancing commitment, which in turn 

drives employees to achieve organizational 

objectives effectively (Rachman, 2022; Bytyqi, 

2020; Agha &Modo, 2018)). This relationship is 

evident across various organizational settings, 

where intrinsic and extrinsic motivational factors, 

such as personal satisfaction, monetary incentives, 

and recognition, significantly impact employees’ 

commitment levels (Sibarani et al., 2023; Wirama 

et al., 2022). The interplay of these factors not only 

bolsters job satisfaction but also fosters a deeper 

psychological attachment to the organization, thus 

strengthening organizational commitment. 

The dual nature of motivation—intrinsic and 

extrinsic—plays a crucial role in shaping 

organizational commitment. Intrinsic motivation, 

driven by internal rewards like personal growth, 

job satisfaction, and a sense of accomplishment, 

tends to produce a stronger affective commitment. 

Employees motivated by intrinsic factors are more 

likely to exhibit an emotional attachment to their 

work, leading to higher levels of engagement and 

job satisfaction (Deci, 1975; Fitriyana et al., 2023). 
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Conversely, extrinsic motivators, such as financial 

rewards, promotions, and recognition, are essential 

for addressing immediate needs and enhancing 

commitment in the short term. Although these 

external incentives may not have the same long-

lasting effect as intrinsic motivators, they remain 

significant, especially in sectors where monetary 

compensation and career advancement are key 

determinants of employee retention (Amabile et al., 

1994; Hong-Ngoc, 2023). 

Leadership style is another critical determinant of 

both motivation and organizational commitment. 

Transformational leadership, characterized by a 

focus on shared vision, employee empowerment, 

and personal growth, has been shown to enhance 

both motivation and commitment by aligning 

organizational goals with individual aspirations 

(Bass, 1985; Yukl, 1999). Such leadership not only 

influences employees’ affective commitment by 

fostering a sense of belonging and emotional 

attachment to the organization but also strengthens 

normative commitment, where employees feel a 

moral obligation to remain with the organization 

(Syahab et al., 2022; Safrina et al., 2023). In 

contrast, transactional leadership styles that 

emphasize rewards and penalties may primarily 

drive extrinsic motivation, resulting in continuance 

commitment, where employees stay due to 

perceived economic benefits or lack of alternatives 

(Nurhadian, 2023). 

Organizational culture further plays a significant 

role in shaping motivation and commitment. A 

supportive and inclusive culture can create an 

environment conducive to intrinsic motivation, 

thereby enhancing affective and normative 

commitment. Studies indicate that when 

organizational values align with employees' 

personal and professional aspirations, commitment 

levels rise, leading to improved job satisfaction and 

reduced turnover (Safrina et al., 2023; 

Kyaw&Keerativutisest, 2023). Additionally, 

organizational culture serves as a moderator 

between job satisfaction and performance, 

highlighting the intricate relationship between these 

variables (Syahab et al., 2022). 

The different forms of organizational 

commitment—affective, continuance, and 

normative—reflect varying degrees of 

psychological attachment to the organization. 

Affective commitment, marked by an emotional 

connection and identification with the organization, 

is particularly valued for its strong association with 

job satisfaction, discretionary behaviors, and 

innovation (Meyer & Allen, 1991; Susanto et al., 

2022). In contrast, continuance commitment is 

often driven by economic considerations, where the 

costs associated with leaving the organization 

outweigh the benefits, resulting in lower turnover 

but not necessarily enhanced performance 

(Nurhadian, 2023). Normative commitment, which 

is based on a sense of duty or loyalty, is 

strengthened through organizational culture and 

leadership that prioritize employee development 

and recognition (Safrina et al., 2023). 

In the context of Nigeria, cultural and socio-

religious factors play a significant role in shaping 

motivation and commitment. Local norms, such as 

family obligations and collective interests, 

influence how employees perceive their roles 

within organizations. This cultural perspective 

suggests that Western models of motivation may 

not fully capture the complexities of employee 

engagement in African contexts (Iguisi, 2014; 

Hassan, 2014). Moreover, the intersection of 

religious beliefs and work-related values adds 

another layer of influence on organizational 

commitment, with employees often viewing their 

work as part of a larger spiritual mission (Ogbe, 

2020). 

The purpose of this study is to explore the dynamic 

relationship between intrinsic and extrinsic 

motivation and their impact on the three types of 

organizational commitment—affective, normative, 

and continuance—among employees at Alex 

Ekwueme Federal University Ndufu-Alike (AE-

FUNAI). Analyzing these relationships, the study 

aims to provide insights into how motivational 

strategies can be optimized to enhance employee 

engagement and retention in the Nigerian higher 

education sector.This article is structured as 

follows: First, the theoretical framework and 

literature on motivation and commitment are 

discussed. The methodology section then outlines 

the research design and data collection methods. 

Next, the results are presented, followed by an in-

depth discussion of the findings. The article 

concludes with recommendations for improving 

motivational practices to strengthen organizational 

commitment and retain talent in academic 

institutions. 

 

II. LITERATURE REVIEW 
Motivation and Organizational Commitment 

Motivation and organizational commitment are two 

intertwined concepts essential for fostering 

employee engagement and organizational 

performance. Research consistently shows that 

work motivation and commitment are fundamental 

to achieving organizational goals, with 

commitment enhancing performance through 

motivation (Rachman, 2022; Bytyqi, 2020). In 

various organizational settings, employees' 

motivation significantly influences their level of 

commitment, which, in turn, enhances overall 

productivity. Motivation has been found to have a 

positive effect on organizational commitment, 
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which drives employee performance and 

engagement in several sectors, including the public 

and private domains (Rachman, 2022). A range of 

motivational factors, including intrinsic and 

extrinsic incentives, work environment, and 

leadership style, have been shown to impact 

organizational commitment across industries. 

Intrinsic and extrinsic factors such as job 

satisfaction, work environment, and leadership 

have a significant effect on organizational 

commitment and, subsequently, employee 

performance (Sibarani et al., 2023; Kustiawan et 

al., 2022; Wirama et al., 2022). 

Several studies emphasize the importance of 

intrinsic motivation—driven by personal 

satisfaction, competence, and self-determination—

as a key determinant of organizational commitment 

(Deci, 1975; Wong & Tsang, 1999; Armstrong, 

2006). Intrinsically motivated employees tend to 

exhibit stronger affective commitment because 

their engagement stems from inherent interest in 

the work itself (Fitriyana et al., 2023). Extrinsic 

motivation, such as wages, promotions, and 

recognition, also plays a significant role in 

fostering organizational commitment, although its 

effects may be more short-term and situational 

(Amabile et al., 1994; Ryan &Deci, 2000). This 

balance between intrinsic and extrinsic motivators 

is particularly critical in sectors like banking and 

public administration, where employees' 

commitment is largely influenced by work 

conditions, promotion opportunities, and monetary 

incentives (Hong-Ngoc, 2023). 

Leadership style is another critical factor in 

motivation and commitment. Transformational 

leadership, which promotes shared vision and 

personal growth, has been shown to enhance both 

motivation and commitment by aligning 

organizational goals with personal development 

(Bass, 1985; Yukl, 1999). Leadership's influence 

on commitment is particularly prominent in 

administrative settings, where employees' 

performance is tied to both affective and normative 

commitment (Syahab et al., 2022; Fitriyana et al., 

2023). Studies by Safrina et al. (2023) and Syahab 

et al. (2022) both underscore the importance of 

leadership in fostering an organizational culture 

that nurtures motivation and commitment, with 

commitment acting as a moderating factor between 

job satisfaction and performance (Safrina et al., 

2023), (Syahab et al., 2022). 

Moreover, organizational culture plays a significant 

role in enhancing motivation and, by extension, 

organizational commitment. An inclusive and 

supportive culture can create a conducive 

environment for employees to thrive, promoting 

higher levels of job satisfaction and loyalty. Studies 

in the manufacturing and public sectors have 

demonstrated that strong organizational cultures, 

combined with motivational incentives, lead to 

improved job satisfaction and greater 

organizational commitment (Kustiawan et al., 

2022; Kyaw&Keerativutisest, 2023). Furthermore, 

Syahab et al. (2022) highlight that organizational 

culture not only directly influences work 

motivation but also plays a mediating role in how 

job satisfaction affects performance, demonstrating 

the complexity of these interrelated factors (Syahab 

et al., 2022). 

Affective commitment, or emotional attachment to 

the organization, is one of the strongest predictors 

of employee retention and job satisfaction. When 

employees are emotionally invested in their work 

and the organization, they are more likely to remain 

committed over time, particularly in environments 

where intrinsic motivators are present (Meyer & 

Allen, 1991). This attachment is strengthened in 

organizations that prioritize personal growth, 

professional development, and recognition of 

employee contributions (Safrina et al., 2023). 

Public sector studies also reinforce that 

organizational factors, including compensation and 

working conditions, significantly impact both 

motivation and commitment in regions like 

Myanmar (Kyaw&Keerativutisest, 2023). 

Job satisfaction, strongly linked to both motivation 

and commitment, is frequently regarded as a 

mediator in this relationship. Several studies assert 

that motivation leads to enhanced job satisfaction, 

which in turn strengthens organizational 

commitment (Kamery, 2004; Nelson, 1996). In the 

manufacturing sector, Kustiawan et al.(2022) show 

that the combination of positive organizational 

culture and intrinsic motivators significantly boosts 

job satisfaction, leading to greater employee 

commitment (Kustiawan et al., 2022). 

 

Job Commitment and Its Impact 

Job commitment is a key driver of organizational 

performance, employee retention, and overall job 

satisfaction. Commitment refers to the 

psychological attachment employees have to their 

organization, and it manifests in various forms, 

such as affective, continuance, and normative 

commitment (Allen & Meyer, 1990). The level of 

employee commitment directly impacts 

organizational outcomes, influencing productivity, 

citizenship behavior, and innovation. Scholarly 

research consistently shows that organizations 

benefit when their employees are highly 

committed, leading to better performance, reduced 

turnover, and stronger organizational culture. 

Affective commitment, or emotional attachment to 

the organization, is one of the most desired forms 

of commitment, as it reflects an employee’s 

willingness to stay because they want to, not 
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because they have to (Meyer & Allen, 1991). When 

employees are emotionally invested, they are more 

likely to go beyond their job roles and engage in 

organizational citizenship behavior (OCB), which 

benefits the organization as a whole (Podsakoff et 

al., 2000). OCB refers to discretionary behaviors 

that are not formally rewarded but contribute to the 

organization’s effectiveness, such as helping 

colleagues and taking on extra tasks (Susanto et al., 

2022). Studies show that job tenure, satisfaction, 

and organizational culture are strongly linked to 

OCB, with longer-tenured employees often 

displaying greater citizenship behaviors, 

particularly in sectors like healthcare (Susanto et 

al., 2022). 

Another form of commitment, continuance 

commitment, involves an employee’s decision to 

stay with an organization based on perceived costs 

associated with leaving (Allen & Meyer, 1990). 

Employees with high continuance commitment 

remain with the organization due to economic 

factors, such as job security or the lack of viable 

alternatives. Although this type of commitment can 

reduce turnover, it does not necessarily lead to 

higher performance or job satisfaction. However, it 

still plays a significant role in employee retention, 

particularly in regions where job opportunities are 

limited, or where employees feel they have 

invested significantly in their current positions 

(Nurhadian, 2023). 

Normative commitment, which is based on a sense 

of obligation to the organization, also affects 

employee behavior and organizational 

performance. Employees with strong normative 

commitment feel that they ought to remain with the 

organization due to moral obligations or 

organizational loyalty (Allen & Meyer, 1990). This 

form of commitment is often cultivated through 

organizational culture, where employees feel 

indebted to the organization for providing them 

with opportunities for professional development 

and career growth (Safrina et al., 2023). 

The impact of job commitment extends beyond 

employee retention, significantly influencing job 

satisfaction and employee performance. Research 

consistently shows that employees who are 

committed to their organizations are more satisfied 

with their jobs and perform better. In the public 

sector, for example, job satisfaction has been found 

to mediate the relationship between organizational 

commitment and job performance, highlighting the 

importance of both emotional and practical 

engagement with one’s work (Rani & Rani, 2023). 

Similarly, in manufacturing industries, employees 

with strong affective and normative commitment 

tend to exhibit higher job satisfaction, which 

translates into greater productivity and efficiency 

(Kustiawan et al., 2022). In remote work 

environments, Ali et al. (2023) found that affective 

commitment, when combined with intrinsic 

motivation and effective human resource (HR) 

policies, significantly boosts both job satisfaction 

and employee well-being (Ali et al., 2023). 

Furthermore, organizational commitment has a 

direct link to innovation and creativity in the 

workplace. Highly committed employees are more 

likely to engage in innovative behaviors, which 

contribute to the organization’s competitive 

advantage. This is especially true in knowledge-

based industries where employee innovation drives 

company success. According to Haya and Toker 

(2022), employee motivation and commitment 

significantly influence innovation, and companies 

are encouraged to provide training and 

development opportunities to strengthen 

commitment, which in turn fosters innovative 

thinking (Haya&Toker, 2022). 

In academic settings, commitment not only 

improves performance but also ensures that 

knowledge transfer is more effective. Rachman 

(2022) shows that motivation and organizational 

commitment work together to enhance employee 

performance, especially in environments where 

continuous learning and intellectual engagement 

are valued (Rachman, 2022). This relationship 

highlights the importance of fostering both 

affective and normative commitment, which drives 

performance, collaboration, and loyalty in 

educational and research institutions. 

 

Key Factors Affecting Commitment: Tenure, 

Culture, and Personal Circumstances 

Job tenure has a significant impact on 

organizational commitment, with longer-tenured 

employees often demonstrating higher levels of 

commitment. Research indicates that employees 

with greater tenure are more likely to exhibit 

organizational citizenship behaviors (OCB), which 

enhance the functioning of organizations by going 

beyond the formal requirements of the job (Susanto 

et al., 2022). Long-term employees tend to develop 

stronger emotional attachments to their 

organizations, fostering affective commitment, as 

they often invest significant personal and 

professional resources into the success of the 

company (Meyer & Allen, 1991). This relationship 

between tenure and commitment is especially 

evident in sectors like healthcare, where long-

tenured employees have a deeper understanding of 

organizational culture and expectations, leading to 

greater loyalty and performance (Susanto et al., 

2022). 

Organizational culture is another key factor 

influencing job commitment. A positive and 

inclusive culture fosters intrinsic motivation, 

which, in turn, enhances employees' affective and 
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normative commitment. A study by Syahab et al. 

(2022) reveals that organizational culture directly 

influences work motivation and commitment, with 

culture serving as a moderator between job 

satisfaction and employee performance (Syahab et 

al., 2022). In organizations where employees feel 

valued, respected, and supported, they are more 

likely to internalize the organization’s values and 

goals, resulting in higher levels of commitment 

(Safrina et al., 2023). In addition, Kyaw and 

Keerativutisest (2023) found that organizational 

culture, alongside factors such as compensation and 

working conditions, plays a critical role in shaping 

both motivation and commitment, particularly in 

public sector organizations 

(Kyaw&Keerativutisest, 2023). 

The relationship between organizational culture 

and job commitment is also mediated by the 

leadership style within the organization. 

Transformational leadership, which emphasizes 

employee empowerment and professional 

development, creates a culture of motivation and 

engagement, thus strengthening employee 

commitment (Fitriyana et al., 2023). Similarly, 

Safrina et al. (2023) show that in environments 

where leadership prioritizes servant leadership, 

employees feel a greater sense of obligation, 

contributing to normative and affective 

commitment (Safrina et al., 2023). 

Personal circumstances also play a significant role 

in determining an employee’s level of commitment. 

Factors such as family obligations, work-life 

balance, and personal well-being often shape an 

employee’s ability to commit fully to their work. 

Employees who feel that their personal 

circumstances are supported by their employer—

such as through flexible working hours, mental 

health resources, or remote work options—are 

more likely to exhibit stronger organizational 

commitment (Ali et al., 2023). For instance, Ali et 

al. (2023) found that employees working remotely 

demonstrated higher levels of job satisfaction and 

affective commitment when supported by intrinsic 

motivation and human resource policies that 

considered personal well-being (Ali et al., 2023). 

Cultural and regional influences further interact 

with personal circumstances, influencing how 

employees in different contexts view commitment 

and job satisfaction. In the context of Nigeria, for 

instance, studies have shown that cultural norms, 

such as family collective interests, significantly 

impact employee motivation and commitment. 

Iguisi (2014) argues that Western models of 

motivation and commitment often overlook these 

unique cultural factors, which are central to 

understanding organizational behaviors in African 

contexts (Iguisi, 2014). Hassan (2014) found that 

while monetary rewards were initially a strong 

motivator in Nigerian banking, long-term 

commitment was more significantly influenced by 

promotion opportunities and personal growth, 

underscoring the importance of aligning 

organizational strategies with local cultural values 

(Hassan, 2014). 

Finally, religion and socio-cultural factors further 

influence job commitment, particularly in contexts 

where personal values are deeply intertwined with 

work-life balance. In Nigeria, religion has been 

shown to motivate both political and workplace 

commitment, where employees often view their 

work as part of a larger spiritual mission (Ogbe, 

2020). This illustrates the complexity of personal 

circumstances in shaping commitment, where 

factors outside the traditional organizational 

framework—such as religious beliefs and cultural 

obligations—play a critical role in influencing 

employee loyalty and motivation. Drawing from all 

these, tenure, culture, and personal circumstances 

collectively shape job commitment, interacting in 

dynamic ways that influence employee behavior, 

motivation, and performance across sectors and 

regions. 

 

III. THEORETICAL FRAMEWORK 
The theoretical framework for this study draws 

from several established theories to explain the 

relationship between motivation and organizational 

commitment, as well as their collective impact on 

employee engagement and performance. Key 

theories include Herzberg's Two-Factor Theory, 

Self-Determination Theory (SDT), Meyer and 

Allen's Three-Component Model of Commitment, 

and Social Exchange Theory (SET), which together 

offer a holistic understanding of these dynamics. 

Herzberg's Two-Factor Theory (1959) 

distinguishes between intrinsic motivators, such as 

achievement and recognition, and extrinsic hygiene 

factors like salary and working conditions. Intrinsic 

motivators are closely linked to job satisfaction and 

affective commitment, as they fulfill psychological 

needs for competence and growth. In contrast, 

hygiene factors, while essential for preventing 

dissatisfaction, do not necessarily enhance 

motivation or commitment. The theory suggests 

that intrinsic motivators foster affective 

commitment by creating emotional attachment, 

while hygiene factors contribute to continuance 

commitment by emphasizing economic benefits 

(Herzberg, 1959). 

Self-Determination Theory (Deci& Ryan, 1985) 

extends this understanding by focusing on intrinsic 

and extrinsic motivation in relation to three basic 

needs: autonomy, competence, and relatedness. 

SDT posits that when these needs are met, intrinsic 

motivation flourishes, leading to higher 

engagement and affective commitment. 
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Conversely, extrinsic motivation, driven by 

rewards or pressures, may result in continuance or 

normative commitment, with employees staying 

due to perceived obligations or costs of leaving 

(Deci& Ryan, 1985). 

Meyer and Allen's (1991) Three-Component Model 

defines commitment as affective (emotional 

attachment), continuance (costs of leaving), and 

normative (sense of obligation). Each component is 

influenced by different motivational factors, with 

intrinsic motivators enhancing affective 

commitment, while extrinsic motivators drive 

continuance and normative commitment (Meyer & 

Allen, 1991). Social Exchange Theory (Blau, 1964) 

explains commitment through reciprocal 

exchanges, suggesting that when employees 

perceive fair rewards and recognition, they 

reciprocate with greater commitment, especially 

affective commitment. This reciprocal relationship 

highlights the importance of both intrinsic and 

extrinsic rewards in sustaining high levels of 

organizational commitment (Blau, 1964). Bring the 

theories together, this framework emphasizes the 

need for a supportive organizational culture that 

addresses both intrinsic and extrinsic motivational 

needs to enhance all forms of commitment, 

ultimately improving retention and performance. 

 

IV. METHODOLOGY 
The study employed a random sampling technique 

to select participants, ensuring that each individual 

within the target population had an equal chance of 

being included in the sample. This approach helps 

minimize sampling bias and enhances the 

representativeness of the sample. The sample 

consisted of employees from various departments 

in the university, allowing for diverse perspectives 

on motivation and organizational commitment. The 

random selection process aimed to capture a wide 

range of experiences and attitudes regarding the 

factors that influence commitment, thereby 

increasing the generalizability of the findings. 

 

Survey Instrument 

The survey was structured around Meyer and 

Allen’s Three-Component Model of Organizational 

Commitment, which categorizes commitment into 

three dimensions: affective, normative, and 

continuance commitment. The questionnaire 

included items specifically designed to measure 

these constructs, incorporating insights from 

previous research to ensure the instrument's 

relevance and comprehensiveness. Each item was 

rated on a Likert scale, allowing for the 

quantification of respondents' attitudes and 

perceptions related to the different forms of 

organizational commitment.The questionnaire used 

in this study was developed based on an extensive 

review of the literature on motivation and 

organizational commitment, incorporating widely 

validated scales to ensure reliability and accuracy. 

For example, items related to affective 

commitment assess an employee’s emotional 

attachment to the organization, capturing the extent 

to which employees feel connected and involved 

with their workplace. This dimension of 

commitment is critical, as studies have shown that 

employees with strong affective commitment tend 

to exhibit higher levels of performance and 

organizational citizenship behavior (Meyer & 

Allen, 1991). Research consistently supports the 

reliability and validity of the affective 

commitment scale, emphasizing its utility in both 

academic and practical settings (Vance et al., 

2020). 

In addition to affective commitment, the 

questionnaire measured normative commitment, 

which evaluates the sense of obligation employees 

feel to remain with the organization. Employees 

with high normative commitment stay with their 

employers due to feelings of duty or loyalty. 

Validated scales, such as those used in previous 

studies, have proven effective in capturing this 

dimension, confirming its role in both employee 

retention and organizational performance (Nguyen 

et al., 2020). Research further demonstrates that 

normative commitment often interacts with 

affective and continuance commitment, influencing 

broader organizational outcomes like job 

satisfaction and turnover rates (Faisaluddin et al., 

2023). 

The continuance commitment scale was included 

to assess the perceived costs associated with 

leaving the organization. Employees with strong 

continuance commitment remain in their roles 

primarily because of the financial or personal costs 

of leaving, such as loss of job security or benefits. 

This component of commitment has been validated 

across numerous contexts, demonstrating its impact 

on retention, particularly in organizations where 

economic factors play a significant role in 

employee decision-making (García-Cruz & Valle-

Cabrera, 2021). Studies affirm the predictive 

validity of continuance commitment, showing that 

it often functions in conjunction with the other two 

dimensions to influence overall commitment levels 

(Vance et al., 2020). 

Additionally, the questionnaire incorporated 

sections addressing demographic variables such as 

age, tenure, and job role. These factors allow for 

the exploration of how personal circumstances 

influence levels of commitment, with evidence 

suggesting that demographic characteristics can 

significantly affect employees' commitment 

profiles (Owan et al., 2020). Considering these 

variables, the survey offers a comprehensive 
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approach to understanding the various factors 

influencing employee 

 

V. DATA ANALYSIS AND 

VISUALIZATION 
The data collected through the survey were 

analyzed using Python, a powerful programming 

language known for its robust data analysis and 

visualization capabilities. Descriptive statistics 

were computed to summarize the demographic 

characteristics and responses from the participants. 

Furthermore, reliability tests, such as Cronbach’s 

alpha, were conducted to assess the internal 

consistency of the measurement instruments. 

Visualizations, including bar charts and heatmaps, 

were generated to present the data in an intuitive 

manner, helping to identify key trends and 

relationships between variables. Python's libraries, 

such as pandas, matplotlib, and seaborn, were 

instrumental in the data cleaning, analysis, and 

graphical representation of the findings. 

 

Validity and Reliability 

To ensure the validity of the instrument, the 

questionnaire was reviewed by subject matter 

experts who provided feedback on the clarity and 

relevance of each item. The instrument was also 

piloted with a small group of employees to identify 

any ambiguities or difficulties in understanding the 

questions. This pre-testing phase helped refine the 

questionnaire, improving its content validity. 

Regarding reliability, internal consistency was 

assessed using Cronbach's alpha for each of the 

commitment dimensions (affective, normative, and 

continuance). High reliability scores (typically 

above 0.70) indicate that the items within each 

dimension consistently measure the same construct, 

supporting the reliability of the data collected. 

 

VI. LIMITATIONS 
The study recognizes certain limitations, despite its 

methodological strengths. The use of self-reported 

data introduces a potential for response bias, where 

participants may have given socially desirable 

answers. However, the adoption of a well-

established survey instrument, grounded in Meyer 

and Allen’s Three-Component Model, enhances the 

validity of the findings and provides a solid 

foundation for measuring organizational 

commitment accurately. The cross-sectional design 

limits the ability to establish causality between 

motivation and commitment, yet it offers a 

valuable snapshot of current employee attitudes, 

which can inform future longitudinal research to 

explore changes over time. 

While the study's generalizability may be limited to 

the specific organization, the random sampling 

technique used increases the representativeness of 

the sample, making the results more applicable. 

Although non-response bias could pose a risk if 

non-participants differ systematically from those 

who responded, efforts to encourage broad 

participation and the diverse backgrounds of 

respondents help to reduce this effect. The survey 

instrument, while adapted from validated scales, 

could benefit from further contextual refinement to 

fully capture the nuances of different 

organizational settings. Nonetheless, the pre-testing 

phase and expert review contribute to the reliability 

and relevance of the measures, ensuring 

meaningful insights into the dynamics of 

motivation and commitment. 

 

VII. RESULTS 
Table 1:Respondents’ Socio-demographic Characteristics 

Demographics Category Frequency Percentage 

Sex 

 

Male 

Female  

Total 

137 

104 

241 

56.8 

43.2 

100 

Age 

 

Less than 24 years 

25-34 years 

35-44 years 

45-54 years 

Above 55 years 

Total 

9 

113 

80 

31 

8 

241 

3.7 

46.9 

33.2 

12.9 

3.3 

100 

Marital Status 

 

Single 

Married 

Divorced 

Separated 

Widowed 

Total 

96 

123 

8 

5 

9 

241 

39.8 

51.0 

3.3 

2.1 

3.7 

100 

Education Secondary education 

Tertiary education 

Total 

62 

179 

241 

25.7 

74.3 

100 
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Religion 

 

Christianity 

Islam 

African Religion 

None 

Others 

Total 

215 

7 

9 

8 

2 

241 

89.2 

2.9 

3.7 

3.3 

0.8 

100 

Duration of Service 

 

Less than One year 

1-2 years 

3-4 years 

Total 

9 

123 

109 

241 

3.7 

51.0 

45.2 

100.0 

Category of Staff 

 

Teaching Staff 

Non- Teaching Staff 

Total 

93 

148 

241 

38.6 

61.4 

100.0 

 

Table 2: Correlation Analysis and Visualization of Motivation Factors 

Correlation Matrix 

Strongly Disagree  Disagree Neutral  Agree  Strongly Agree 

Strongly    Disagree               1.00      0.65    0.50   0.14           -0.53 

Disagree                        0.65      1.00     0.89   0.06           -0.71 

Neutral                         0.50      0.89     1.00   0.27           -0.83 

Agree                           0.14      0.06     0.27   1.00           -0.73 

Strongly Agree                 -0.53     -0.71    -0.83  -0.73            1.00 

 

 
Figure 1: Bar Chart - Distribution of Responses for Each Motivation Factor 

 

The correlation matrix was computed to analyze 

the relationship between the different response 

categories (Strongly Disagree, Disagree, Neutral, 

Agree, and Strongly Agree) for the motivation 

factors. Correlation Values: The matrix shows how 

responses in one category (e.g., Agree) correlate 

with responses in another (e.g., Strongly Agree) 

across the different factors. Positive correlations 

indicate that as responses in one category increase, 

responses in the correlated category also tend to 

increase. As observed, typically, high positive 

correlations between "Agree" and "Strongly Agree" 

suggest that factors generally received similar 

levels of positive responses. Conversely, lower or 

negative correlations between "Disagree" and 

"Strongly Agree" suggest differing opinions about 

the factors. 

The bar chart visualizes the distribution of 

responses (Strongly Disagree, Disagree, Neutral, 

Agree, Strongly Agree) for each motivation factor. 

Key observations are noted as follow: on 

salary,there is a high percentage of "Agree" and 

"Strongly Agree" responses, indicating it is a 

significant motivational factor. On Praise and 
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Recognition, there is a similar high agreement 

level, suggesting it plays a crucial role in 

motivating employees. However, there is a 

variability onWell-Furnished Classrooms, with 

more neutral and disagree responses, indicating that 

it might not be as universally important across 

different roles. Lastly, Autonomy and Self-

Development Opportunitiesshow high levels of 

positive responses, reflecting their motivational 

impact. These insights can be interpreted as follow: 

High-Consensus Factors:Salary, Praise and 

Recognition, Staff Training, and Self-Development 

Opportunities emerged as significant motivators 

with the majority of responses in the "Agree" and 

"Strongly Agree" categories. Mixed Opinions: 

Some factors, like Well-Furnished Classrooms and 

Road Networks, had more neutral or negative 

responses, indicating these may not be perceived as 

equally motivating by all employees. The results 

suggest that motivational strategies should focus on 

factors with high levels of agreement, such as 

recognition and opportunities for development, 

while addressing areas where opinions are mixed to 

better cater to employee needs. 

 

 

Table 3: Descriptive Statistics of Staff Motivation Scale (n = 241) 

Items  SD 

(%) 

D 

(%) 

N(%) A (%) SA(%

) 

MS 

I seldom think about salary and 

promotions 

 17.8 34.0 7.9 24.9 15.4 2.861 

As long as I can do what I enjoy, I am 

not that concerned about exactly what I 

am paid 

 30.3 29.5 10.8 21.2 8.3 2.48 

I am not that concerned about what other 

people think of my work 

 13.3 32.4 20.3 25.7 8.3 2.83 

I prefer having someone set clear goals 

for me in my work 

 13.3 22.4 22.8 29.9 11.6 3.04 

I am keenly aware of the income goals I 

have set for myself 

 2.1 6.2 4.6 44.4 42.7 4.19 

To me, success means doing better than 

other people 

 2.5 12.4 17.0 47.7 20.3 3.70 

I am keenly aware of the promotion 

goals I have set for myself 

 3.7 4.6 7.1 41.1 43.6 4.16 

I am less concerned with what work I do 

than what I get for it 

 13.3 46.5 15.4 15.8 9.1 2.61 

I am concerned about how other people 

are going to react to my ideas 

 2.5 24.1 18.7 42.3 12.4 3.38 

I believe that there is no point in doing a 

good job if nobody appreciates it 

 3.3 35.3 24.1 25.7 11.6 3.07 

I am strongly motivated by the money I 

can earn 

 2.5 9.1 3.7 43.6 41.1 4.11 

I prefer working on projects with clearly 

specified procedures 

 3.7 2.5 11.2 53.1 29.5 4.02 

I am strongly motivated by the 

recognition I can earn from other people 

 5.4 12.9 6.6 53.9 21.2 3.72 

I have to feel that I am earning 

something for what I do 

 2.1 9.5 21.6 48.1 18.7 3.71 

I want other people to find out how good 

I really can be at my work 

 3.7 0.8 11.6 57.3 26.6 4.02 

 

Interpretation 

The table above shows the percentage distribution 

of responses for each item in the Staff Motivation 

Scale, categorized into Strongly Disagree (SD), 

Disagree (D), Neutral (N), Agree (A), Strongly 

Agree(SA). The mean score (MS) for each item 

was calculated based on a 5-point Likert scale, 

where 1 represents Strongly Disagree and 5 

represents Strongly Agree. Items with mean scores 

close to 5 indicate higher levels of agreement, 

while those closer to 1 indicate lower levels of 

agreement. For example, the item 'I am keenly 

aware of the income goals I have set for myself' has 

a high mean score of 4.19, showing strong 

agreement among the respondents regarding their 

awareness of personal income goals. On the other 

hand, the item 'I am less concerned with what work 

I do than what I get for it' has a relatively low mean 
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score of 2.61, indicating that respondents do care 

about the type of work they do, not just the 

compensation. 

 

 
Figure 2: Heatmap - Correlations between Motivation Items 

 

Correlation Heatmap:The heatmap shows the 

strength and direction of correlations between 

different motivation items.Positive correlations 

indicate that as responses to one item increase, 

responses to another item also tend to 

increase.Patterns in the heatmap can reveal clusters 

of items that are more closely related, indicating 

common motivational themes among the responses.  

 

Table 4: Descriptive Statistics and Analysis of 

Organisational Commitment Scale (n=241) 

The table below shows the percentage of responses 

for each category (Strongly Disagree, Disagree, 

Neutral, Agree, Strongly Agree) and the mean 

score for each item, reflecting the average level of 

agreement towards different aspects of 

organisational commitment. Higher mean scores 

indicate stronger agreement and commitment. 

Organisational Commitment SD(%) D(%) N(%) A(%) SA(%) MS 

This organisation has a great deal of 

personal meaning for me 

0.0 5.0 10.4 55.2 29.5 4.1 

I feel like "part of the family" at my 

organization 

2.1 1.7 10.4 51.9 34.0 4.14 

I feel like "emotionally attached" to this 

organization 

2.5 4.1 12.4 54.8 26.1 3.98 
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I feel a strong sense of "belonging" to my 

organization 

1.7 3.7 8.3 57.3 29.0 4.08 

I really feel as if this organisation’s 

problems are my own 

4.6 17.0 22.8 40.2 15.4 3.45 

I would be very happy to spend the rest of 

my career with this organisation 

8.3 6.6 27.4 36.9 20.7 3.55 

Even if it were to my advantage, I do not 

feel it would be right to leave my 

organisation now 

6.6 18.3 18.7 47.7 8.7 3.34 

I would feel guilty if I left my 

organisation now 

7.9 20.3 21.2 42.7 7.9 3.22 

I feel obligation to remain with my 

current employer 

3.7 12.4 21.2 49.0 13.7 3.57 

This organisation deserves my loyalty 1.7 9.1 9.1 48.1 32.0 4.0 

Too much of my life would be disrupted 

if I decided I wanted to leave my 

organisation now 

7.9 24.9 23.7 31.5 12.0 3.15 

Right now, staying with my organisation 

is a matter of necessity as much as desire 

6.2 14.5 11.2 46.1 22.0 3.63 

It would be very hard for me to leave my 

organisation right now, even if I wanted 

to 

5.0 20.7 13.3 44.4 16.6 3.47 

I feel that I have too few options to 

consider leaving this organization 

10.0 24.1 16.6 41.9 7.5 3.13 

Interpretation 

The highest mean score (4.14) is observed for the 

item 'I feel like part of the family at my 

organisation', indicating strong emotional 

attachment among employees. Items such as 'This 

organisation has a great deal of personal meaning 

for me' (Mean = 4.10) and 'I feel a strong sense of 

belonging to my organisation' (Mean = 4.08) also 

show high levels of affective commitment. Lower 

mean scores are observed for items like 'Too much 

of my life would be disrupted if I decided I wanted 

to leave my organisation' (Mean = 3.15) and 'I feel 

that I have too few options to consider leaving this 

organisation' (Mean = 3.13), reflecting weaker 

continuance commitment. Overall, the results 

indicate that employees have high affective and 

normative commitment, while continuance 

commitment is relatively lower. 

 

Chi-Square Test for Independence 

This section presents the results of the Chi-Square 

Test for Independence for the relationship between 

job motivation and the three types of job 

commitment: affective, normative, and continuance 

commitment. The Chi-Square Test helps determine 

whether there is a statistically significant 

association between job motivation and each type 

of commitment. The test is performed on the data 

from Tables 5, 6, and 7 of the provided dataset. The 

Chi-Square Test for Independence examines 

whether two categorical variables are independent 

or related. In this case, job motivation and three 

types of commitment (affective, normative, 

continuance) were cross-tabulated to check for any 

significant relationships. The hypotheses tested are 

as follows: Null Hypothesis (H0): There is no 

significant relationship between job motivation and 

the given type of commitment. Alternative 

Hypothesis (H1): There is a significant relationship 

between job motivation and the given type of 
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commitment. The test statistic follows a Chi-

Square distribution with degrees of freedom 

calculated based on the contingency table 

dimensions. A p-value less than 0.05 leads to the 

rejection of the null hypothesis, indicating a 

significant relationship. 

 

Table 5: Motivation and affective commitment 

 

Job Motivation Affective Commitment  

 Strongly 

Agree 

Agree Undecided Disagree Strongly 

Disagree 

Total 

Strongly Agree 26 (26.3%) 31 (31.3%) 25 (25.3%) 10 (10.1%) 7 (7.1%) 99 (100.0) 

Agree 19 (18.1%) 42 (40.0%) 28 (26.7%) 5 (4.8%) 11 (10.5%) 105 

(100.0%) 

Undecided 3 (33.3%) 4 (44.4%) 1 (11.1%) 0 (0.0%) 1 (11.1%) 9 (100.0%) 

Disagree 2 (9.1%) 6 (27.3%) 12 (54.5%) 1 (4.5%) 1 (4.5%) 22 (100.0%) 

Strongly 

Disagree 

0 (0.0%) 6 (100.0%) 0 (0.0%) 0 (0.0%) 0 (0.0%) 6 (100.0%) 

Total 50 (20.7%) 89 (36.9%) 66 (27.4%) 16 (6.6%) 20 (8.3%) 241 

(100.0%) 

 

Chi-Square Statistic: 27.30 

P-Value: 0.0383 

Degrees of Freedom: 16 

Interpretation: Since the p-value is 0.038, which is 

less than the significance level of 0.05, we reject 

the null hypothesis. Therefore, there is a significant 

relationship between job motivation and affective 

commitment. 

 

Table 6: Motivation and normative commitment 

 

Job 

Motivation 

Normative Commitment  

 Strongly 

Agree 

Agree Undecided Disagree Strongly 

Disagree 

Total 

Strongly 

Agree 

14 (27.5%) 25 (49.0%) 8 (15.7%) 3 (5.9%) 1 (2.0%) 51 (100.0%) 

Agree 34 (26.2%) 71 (54.6%) 9 (6.9%) 14 (10.8%) 2 (1.5%) 130 

(100.0%) 

Undecided 4 (25.0%) 9 (56.2%) 3 (18.8%) 0 (0.0%) 0 (0.0%) 16 (100.0%) 

Disagree 18 (58.1%) 9 (29.0%) 2 (6.5%) 2 (6.5%) 0 (0.0%) 31 (100.0%) 

Strongly 

Disagree 

7 (53.8%) 2 (15.4%) 0 (0.0%) 3 (23.1%) 1 (7.7%) 13 (100.0%) 

Total 77 (32.0%) 116 

(48.1%) 

22 (9.1%) 22 (9.1%) 4 (1.7%) 241 

(100.0%) 

 

Chi-Square Statistic: 32.37 

P-Value: 0.0089 

Degrees of Freedom: 16 

Interpretation: The p-value is 0.009, which is less 

than 0.05, indicating a significant relationship 

between job motivation and normative 

commitment. We reject the null hypothesis. 

 

Table 7: Motivation and continuance commitment 

 

Job 

Motivation 

Continuance  Commitment  

 Strongly Agree Agree Undecided Disagree Strongly 

Disagree 

Total 

Strongly 

Agree 

8 (15.7%) 9 (17.6%) 9 (17.6%) 18 (35.3%) 7 (13.7%) 51 (100.0%) 

Agree 9 (6.9%) 56 (43.1%) 28 (21.5%) 26 (20.0%) 11 (8.5%) 130 

(100.0%) 

Undecided 4 (25.0%) 5 (31.2%) 1 (6.2%) 6 (37.5%) 0 (0.0%) 16 (100.0%) 
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Disagree 2 (6.5%) 5 (16.1%) 18 (58.1%) 6 (19.4%) 0 (0.0%) 31 (100.0%) 

Strongly 

Disagree 

6 (46.2%) 1 (7.7%) 1 (7.7%) 4 (30.8) 1 (7.7%) 13 (100.0%) 

Total 29 (12.0%) 76 (31.5%) 57 (23.7%) 60 (24.9%) 19 (7.9%) 241 

(100.0%) 

Chi-Square Statistic: 63.30 

P-Value: 0.00000014 

Degrees of Freedom: 16 

Interpretation: The p-value is extremely small 

(1.44e-07), which strongly indicates a significant 

relationship between job motivation and 

continuance commitment. We reject the null 

hypothesis. 

Against the backdrop, it can be concluded that The 

Chi-Square Test for Independence demonstrates 

that there is a statistically significant relationship 

between job motivation and all three types of 

commitment (affective, normative, and 

continuance). In each case, the null hypothesis is 

rejected, confirming that job motivation plays a 

crucial role in influencing employees’ commitment 

levels across these dimensions. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 3: Mosaic Plot of Job Motivation vs Affective Commitment 
 

In this plot, the larger blocks are concentrated 

where respondents agreed or strongly agreed with 

both high job motivation and high affective 

commitment. This suggests a strong positive 

relationship between job motivation and emotional 

attachment to the organization. Respondents who 

are highly motivated tend to also report strong 

affective commitment, indicating they genuinely 

care about and identify with the organization. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 4: Mosaic Plot of Job Motivation vs Normative Commitment 
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The majority of respondents who strongly agree or 

agree with high job motivation also demonstrate 

high normative commitment. Normative 

commitment reflects feelings of obligation to 

remain with the organization, and the mosaic plot 

shows that individuals who feel motivated tend to 

also feel a sense of duty or loyalty to stay. There is 

a moderately strong relationship between 

motivation and normative commitment, as seen in 

the predominance of larger blocks in these areas. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 5:Mosaic Plot of Job Motivation vs Continuance Commitment 

 

This plot is more evenly distributed, with 

significant blocks showing respondents who are 

motivated but have lower levels of continuance 

commitment. Continuance commitment reflects a 

stay because they need to, not necessarily because 

they want to, often due to perceived costs of 

leaving. The spread suggests a weaker relationship 

between job motivation and continuance 

commitment compared to the other types of 

commitment. Respondents may stay for reasons 

other than job motivation, such as economic 

considerations or lack of alternatives. Drawing 

from all, Affective Commitment is the most closely 

tied to high job motivation, indicating that 

motivated employees have a strong emotional 

attachment to their organization.Normative 

Commitment also shows a positive relationship 

with job motivation, where employees feel a moral 

obligation to stay when motivated.Continuance 

Commitment is less influenced by job motivation, 

as employees who stay due to necessity do so for 

reasons beyond mere motivation. 

 

VIII. DISCUSSION 
The findings of this study provide valuable insights 

into the dynamic interplay between intrinsic and 

extrinsic motivation and their impact on the three 

types of organizational commitment—affective, 

normative, and continuance—among employees at 

Alex Ekwueme Federal University Ndufu-Alike 

(AE-FUNAI). These results align with key 

motivational theories, particularly Self-

Determination Theory (SDT) and Meyer and 

Allen’s Three-Component Model of Organizational 

Commitment, offering a comprehensive 

understanding of how motivation influences 

employee behavior in the context of higher 

education (Deci& Ryan, 1985; Meyer & Allen, 

1991). 

 

The Influence of Intrinsic Motivation on 

Affective Commitment 

The study reveals a strong correlation between 

intrinsic motivationandaffective commitment, 

indicating that employees who are internally 

motivated by factors such as personal growth, job 

satisfaction, and autonomy tend to develop a 

deeper emotional attachment to their organization. 

Employees at AE-FUNAI who are motivated by 

the work itself and its inherent rewards demonstrate 

higher levels of affective commitment, meaning 

they remain with the organization because they 

want to rather than because they need to. This 

finding is consistent with Herzberg’s Two-Factor 

Theory, which highlights intrinsic factors like 

achievement, recognition, and responsibility as key 

drivers of job satisfaction (Herzberg, 1959). When 

these intrinsic needs are met, employees are more 

likely to feel a strong connection to the 

organization, resulting in higher levels of 

engagement and commitment (Safrina et al., 2023; 

Fitriyana et al., 2023). 

This form of commitment is particularly valuable 

because it is associated with higher levels of job 

performance, organizational citizenship behavior 

(OCB), and lower turnover rates (Meyer & Allen, 

1991). Employees with strong affective 

commitment are more likely to go above and 

beyond their formal job responsibilities, 

contributing positively to the overall organizational 
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climate (Podsakoff et al., 2000). These results 

underscore the importance of fostering a work 

environment that promotes intrinsic motivation 

through opportunities for professional 

development, meaningful work, and recognition. 

Universities, like AE-FUNAI, should prioritize 

strategies that enhance affective commitment, as it 

leads to long-term retention and engagement, 

which are critical for the success of academic 

institutions (Susanto et al., 2022). 

 

 

The Role of Extrinsic Motivation in 

Continuance Commitment 

The relationship between extrinsic motivation and 

continuance commitment is equally significant. 

Employees who are motivated by external 

factors—such as salary, job security, and career 

advancement—are more likely to exhibit 

continuance commitment, where they remain with 

the organization due to the perceived costs of 

leaving. This finding aligns with Meyer and 

Allen’s (1991) Three-Component Model, which 

suggests that continuance commitment arises from 

economic considerations and a lack of viable 

alternatives. Employees at AE-FUNAI who stay 

with the institution due to financial incentives or 

limited job opportunities are demonstrating 

continuance commitment, meaning their loyalty is 

driven by necessity rather than emotional 

attachment (Hong-Ngoc, 2023; Nurhadian, 2023). 

Although continuance commitment helps reduce 

turnover, it does not necessarily lead to enhanced 

performance or job satisfaction. Employees with 

high continuance commitment may feel trapped in 

their roles, leading to lower levels of engagement 

and productivity. This highlights the potential 

limitations of relying solely on extrinsic motivators 

to retain staff. While financial rewards and career 

advancement are important, they should be 

balanced with intrinsic motivators to cultivate a 

more engaged and committed workforce. 

Universities, especially in challenging economic 

environments like Nigeria, must consider this 

balance to avoid creating a workforce that is 

disengaged but economically bound to the 

institution (Iguisi, 2014; Ogbe, 2020). 

 

Normative Commitment and the Role of 

Organizational Culture 

The study also highlights the significant role of 

both intrinsic and extrinsic motivators in shaping 

normative commitment. Employees with high 

normative commitment feel a moral obligation to 

remain with their organization, often due to loyalty 

or gratitude for opportunities provided by the 

institution. This form of commitment is deeply 

influenced by organizational culture and 

leadership. Employees at AE-FUNAI who reported 

high normative commitment were often those who 

felt that the organization’s values aligned with their 

own or who had received support, recognition, or 

development opportunities from the institution 

(Safrina et al., 2023). 

Transformational leadership plays a crucial role in 

enhancing normative commitment. Leaders who 

empower employees, articulate a shared vision, and 

invest in personal development foster a culture of 

loyalty and moral responsibility (Bass, 1985; Yukl, 

1999). This leadership style aligns organizational 

goals with personal aspirations, thereby increasing 

both intrinsic motivation and normative 

commitment. In contrast, transactional leadership, 

which focuses on rewards and penalties, may drive 

extrinsic motivation but does not effectively foster 

normative commitment or long-term loyalty 

(Nurhadian, 2023). The findings underscore the 

need for a supportive organizational culture that 

nurtures employees’ sense of duty and loyalty. 

When employees feel valued and supported, they 

are more likely to remain committed out of a sense 

of obligation rather than financial necessity. This 

form of commitment is particularly important in 

academic institutions, where long-term employee 

retention and loyalty are crucial for sustaining a 

stable and experienced workforce (Syahab et al., 

2022). 

 

Cultural Context in the Nigerian Higher 

Education Sector 

Cultural factors also emerged as significant in 

shaping both motivation and commitment at AE-

FUNAI. The results of the study align with 

research suggesting that cultural values, such as 

collectivism and socio-religious beliefs, play an 

important role in how employees perceive 

motivation and commitment in African contexts 

(Iguisi, 2014; Ogbe, 2020). Employees in Nigeria 

often approach their work with a sense of collective 

responsibility, viewing their roles as part of a larger 

social and family obligation. This cultural 

perspective suggests that Western models of 

motivation may not fully capture the complexities 

of employee engagement in African institutions, 

where loyalty and moral obligation may outweigh 

purely economic incentives. Therefore, 

motivational strategies in Nigerian higher 

education must be adapted to reflect these cultural 

dynamics, balancing both intrinsic and extrinsic 

motivators with an understanding of the socio-

cultural context. For instance, initiatives that 

promote social recognition, community 

involvement, and spiritual alignment can enhance 

both normative and affective commitment among 

employees. 
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Against the backdrop, this study emphasizes the 

intricate relationship between intrinsic and extrinsic 

motivation and the three forms of organizational 

commitment. While intrinsic motivation is strongly 

linked to affective commitment and employee 

engagement, extrinsic motivation primarily drives 

continuance commitment. Normative commitment 

is influenced by both forms of motivation and is 

significantly shaped by organizational culture and 

leadership. For institutions like AE-FUNAI, 

balancing these motivational strategies is key to 

fostering a loyal, engaged, and high-performing 

workforce. 

 

IX. CONCLUSION 
This study provides valuable insights into the 

intricate relationship between motivation and 

organizational commitment among employees at 

Alex Ekwueme Federal University Ndufu-Alike 

(AE-FUNAI). It highlights the critical importance 

of balancing intrinsic and extrinsic motivators to 

cultivate a committed and engaged workforce. 

Intrinsic motivation—driven by personal 

satisfaction, job autonomy, and emotional 

attachment—was found to significantly enhance 

affective commitment, leading to higher employee 

engagement and a stronger emotional bond with the 

organization. This form of commitment is 

particularly vital in educational institutions, where 

employee engagement directly impacts institutional 

success and knowledge transfer. 

On the other hand, extrinsic motivation, such as 

salary, job security, and career advancement, was 

shown to have a stronger influence on continuance 

commitment, where employees remain with the 

organization due to the perceived financial or 

personal costs of leaving. While this form of 

commitment may help retain staff, it does not 

necessarily promote higher performance or job 

satisfaction, underscoring the importance of a more 

balanced motivational strategy. The study also 

found that normative commitment—driven by a 

sense of loyalty and obligation—is fostered by both 

intrinsic and extrinsic factors, with leadership and 

organizational culture playing key roles. 

Employees who feel valued and supported by their 

organization, especially through transformational 

leadership and a positive work environment, are 

more likely to exhibit long-term loyalty. Finally, a 

comprehensive motivational approach that 

addresses both the emotional and practical needs of 

employees is essential for fostering a loyal and 

high-performing workforce in higher education. 

Universities must focus not only on economic 

incentives but also on creating a supportive 

environment that promotes personal growth, job 

satisfaction, and a sense of belonging. 

 

General Limitations 
While this study offers significant contributions, it 

has some limitations. The self-reported data used in 

the study, though grounded in a well-validated 

instrument, may be prone to response biases, such 

as social desirability bias. However, this limitation 

is balanced by the extensive use of Meyer and 

Allen’s Three-Component Model, which has been 

widely validated in organizational research. The 

cross-sectional design provides a valuable snapshot 

of employee attitudes and motivation, though it 

restricts the ability to draw causal conclusions 

about the long-term effects of motivation on 

commitment. Despite this, the study’s rigorous 

random sampling method ensures that the findings 

are representative of the broader employee 

population at AE-FUNAI, enhancing the 

generalizability of the results within similar 

institutional contexts. Furthermore, by focusing on 

a single institution, the research offers in-depth 

insights into the specific dynamics at AE-FUNAI, 

though its applicability to other higher education 

institutions, particularly those outside of Nigeria, 

may be somewhat limited. 

 

Suggestions for Further Studies 
To build on the findings of this study, longitudinal 

research would be beneficial to track how changes 

in employee motivation influence organizational 

commitment over time. This approach could 

provide more robust evidence of causal 

relationships and help institutions develop more 

effective long-term strategies for enhancing 

employee engagement and retention. Additionally, 

future studies could expand the research scope by 

including multiple institutions across different 

regions and sectors to compare how varying 

cultural and organizational contexts influence the 

relationship between motivation and 

commitment.Moreover, the integration of 

personality factors into future research could shed 

light on how individual differences influence the 

effectiveness of motivational strategies. For 

instance, examining how traits like 

conscientiousness, openness to experience, or need 

for achievement interact with motivational factors 

could provide deeper insights into tailoring 

strategies to different employee profiles. Lastly, 

qualitative approaches, such as interviews or focus 

groups, could complement quantitative findings by 

capturing the nuanced experiences of employees, 

offering a richer understanding of their motivations 

and commitment levels. This multi-method 

approach would allow for a more holistic 

understanding of the complex factors that drive 

employee loyalty and performance in academic 

institutions. 
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